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IMPORTANTA, ACTUALITATEA,
NECESITATEA, OPORTUNITATEA SI
UTILITATEA TEMEI

Intr-un context socio-economic in continui schimbare, orientarea indivizilor catre
domenii profesionale stabile si relevante nu mai este doar o optiune personald, ci o necesitate
sociala. Aceasta alegere constientd presupune construirea unei cariere, 1n mod special in domenii
care implicd un contact direct cu interesele cetatenilor, precum administratia publicd locala.
Cariera devine, astfel, o dimensiune fundamentald a dezvoltarii personale si profesionale,
integrata Intr-un proces amplu de adaptare si perfectionare continua.

Managementul resurselor umane (MRU) reprezinta un pilon esential in buna functionare a
administratiei publice locale. Acesta vizeaza nu doar recrutarea si selectia personalului, ci si
dezvoltarea competentelor, motivarea, fidelizarea si evaluarea angajatilor in vederea cresterii
performantei institutionale. Intrucat administratia publici are rolul de a rdspunde prompt si
eficient nevoilor comunitatii, perfectionarea strategiilor de MRU devine o prioritate in
consolidarea calitatii serviciilor publice.

Crizele economice, schimbarile legislative si noile cerinte ale cetdtenilor au determinat
administratiile locale si-si regandeasci politicile de resurse umane. In plus, progresul tehnologic
impune adoptarea unor noi forme de organizare a muncii si digitalizarea proceselor
administrative. Aceste schimbari impun elaborarea unor strategii de MRU flexibile, proactive si
ancorate in realitdtile locale.

Astfel, in administratia publica locald, MRU trebuie privit nu doar ca o functie tehnica, ci
ca un instrument strategic, cu impact direct asupra calitdtii actului administrativ si asupra
satisfactiei beneficiarilor. Strategiile eficiente de perfectionare in acest domeniu trebuie sa
includa formarea continud a personalului, evaluarea periodicd a performantei, leadership
transformational si utilizarea instrumentelor moderne de HR analytics. Prin acestea, administratia
locald 1si poate Intdri capacitatea de raspuns, poate atrage si pastra profesionisti valorosi si poate

contribui activ la dezvoltarea comunitatii.



Necesitatea abordarii temei ,,Strategii de perfectionare a managementului resurselor
umane in cadrul administratiei publice locale” deriva din rolul esential pe care resursele umane 1l
joacd in asigurarea eficientei, transparentei si calitatii actului administrativ. Intr-un context
marcat de schimbari legislative, digitalizare accelerata si asteptari crescute din partea cetatenilor,
administratia publicd locald se confrunta cu provocari tot mai complexe, care reclama adaptarea
si modernizarea continud a politicilor de personal.

Calitatea serviciilor publice depinde in mod direct de competentele, motivatia si
profesionalismul angajatilor. Astfel, este imperios necesar ca autoritatile locale sd dezvolte
strategii coerente si sustenabile de atragere, formare, evaluare si retentie a personalului. Tema
este cu atat mai actuald cu cat reforma administratiei publice presupune o orientare clard catre
performanta, responsabilizare si adaptabilitate.

Studiul acestei teme permite identificarea celor mai eficiente practici in domeniul
managementului resurselor umane, oferind solutii aplicabile pentru consolidarea capacitatii
institutionale la nivel local. Prin urmare, cercetarea propusd raspunde unei nevoi reale si
stringente de modernizare a administratiei publice locale in Romania.

Utilitatea temei — Tema ,, Strategii de perfectionare a managementului resurselor umane
in cadrul administratiei publice locale” prezinta o utilitate teoretica si practica semnificativa, atat
pentru mediul academic, cat si pentru decidentii din administratia publici. Intr-o societate aflata
intr-un proces continuu de modernizare, resursele umane reprezinta cel mai valoros capital al
institutiilor publice, iar performanta acestora depinde in mod direct de modul in care sunt
gestionate, motivate si dezvoltate.

Pe plan teoretic, cercetarea contribuie la fundamentarea conceptuala si metodologicd a
managementului resurselor umane in administratia publica, oferind o analiza critica a strategiilor
actuale si propunand modele de interventie adaptate realitdtilor locale. Lucrarea aduce un aport
important la literatura de specialitate prin integrarea unor perspective moderne, precum
leadershipul transformational, competentele digitale, brandingul institutional si utilizarea analizei
datelor (HR analytics) in procesele de luare a deciziilor.

Utilitatea practicd a temei este datd de posibilitatea aplicarii concluziilor si recomandarilor
rezultate in activitatea curenta a autoritatilor locale. Propunerile formulate pot sustine dezvoltarea
unor politici de personal eficiente, adaptate contextului administrativ romanesc, si pot contribui la

imbunatatirea calitatii serviciilor oferite cetdtenilor. De asemenea, tema ofera un cadru de



reflectie asupra rolului strategic al resursei umane in atingerea obiectivelor institutionale si in
consolidarea unei administratii locale profesioniste, eficiente si responsabile.

Intr-o perioadd in care se pune accent pe responsabilitate publici, inovatie si
adaptabilitate, utilitatea cercetarii este incontestabild. Aceasta sprijind nu doar performanta
institutionala, ci si increderea cetdtenilor in capacitatea administratiei publice de a raspunde
nevoilor comunitatii intr-un mod profesionist si transparent.

Oportunitatea temei ,, Strategii de perfectionare a managementului resurselor umane in
cadrul administratiei publice locale” se evidentiaza in contextul actual al reformei administratiei
publice din Romania. Necesitatea modernizarii institutiilor publice, cresterea calitatii serviciilor
oferite cetdtenilor si adaptarea la noile cerinte legislative si tehnologice impun revizuirea si
imbunatdtirea continud a politicilor de resurse umane.

De asemenea, provocdrile generate de lipsa de personal calificat, fluctuatia angajatilor si
scaderea atractivitatii carierei in sectorul public fac ca elaborarea unor strategii eficiente de
gestionare a resursei umane sa devina o prioritate. Tema raspunde acestor nevoi stringente,
oferind un cadru de analiza si interventie adaptat realitdtilor locale, cu impact direct asupra

performantei institutionale si a gradului de satisfactie al cetatenilor.

OBIECTIVUL GENERAL SI OBIECTIVELE
SPECIFICE

Scopul major al acestui studiu este atingerea unui obiectiv cheie, care este
comportamentul lucratorilor in sistemul public si managementul institutiei publice in ceea ce
priveste interactiunile cu clientii, motivatia la locul de munca al functionarilor publici si tacticile
de conducere folosite.

Obiectivul general al tezei de doctorat a vizat analiza si dezvoltarea unor strategii
eficiente de perfectionare a managementului resurselor umane in administratia publica locala,
prin investigarea relatiei dintre motivatia angajatilor, calitatea leadership-ului si importanta
relatiilor publice in cresterea performantei institutionale si a satisfactiei beneficiarilor serviciilor
publice; de la obiectivul general deriva obiectivele specifice, pentru fiecare tema majora, astfel:

e Obiective specifice:

Tema majora 1: Relatii publice in institutiile guvernamentale



o Identificarea modalitdtilor in care relatiile publice ar putea ajuta managementul sa
anticipeze schimbarea si sd le foloseasca in mod corespunzator atunci cand aceasta
are loc.

o ldentificarea factorilor care pot avea impact asupra procesului de comunicare al
functionarilor publici 1n interactiunile acestora cu oamenii, administratia
institutiei, colegii acestora si mass-media.

o Cresterea eficientei relatiillor publice pentru a garanta ca este asigurata
functionarea corectd a unei institutii publice In context social.

Tema majora 2: Cresterea motivatiei personalului din entitatile administratiei
publice locale.

o Consolidarea competentei administrative necesitd dezvoltarea resurselor umane.

o Cercetarea relatiei dintre motivatia si satisfactia lucratorilor guvernamentali in
organizatiile publice.

o Stimularea motivatiei lucratorilor guvernamentali de a se angaja in realizarea
obiectivelor stabilite si intensificarea implicarii acestora in atingerea acestora.

Tema majora 3: Leaderschipul sectorului public

o Dezvoltarea competentelor si abilitdtilor functionarilor publici din administratia
publica Tn domeniul managementului functiei publice.

o Consolidarea competentelor personalului pentru a imbundtiti performanta in
indeplinirea responsabilitatilor.

o Cresterea cunostintelor publice cu privire la tipurile de formare si invatamant

profesional de care dispun angajatii din administratia publica.

IPOTEZELE DE LUCRU

Teza de doctorat este fundamentata pe ipoteza principala care, la randul ei, are la baza
ipotezele secundare. Scopul ipotezelor cercetarii este identificarea solutiilor favorabile pentru
problematica subliniatd in cadrul obiectivului general. Totodatd, va ajuta la validarea ipotezelor
derivate.

Pentru realizarea demersului stiintific s-a stabilit ca ipoteza centrala, ideea ca exista

preocupari constante pentru perfectionarea managementului resurselor umane in



entititile publice. Pornind de la ipoteza principala, s-au identificat urmatoarele ipoteze
derivate (secundare):
e IPOTEZE DE LUCRU:
TML. Relatii publice in ceea ce priveste organizatiile guvernamentale.
e |poteza 1. Functia principald a relatiilor publice este de a promova un sentiment de
respect reciproc intre agentiile guvernamentale locale si constituentii acestora.
e Ipoteza 2. Managementul comunicatiilor este o prioritate pentru angajatii entitatilor
publice locale.
e |poteza 3. Managementul eficient poate contribui la consolidarea imaginii institutiei.
TM2. Motivarea angajatilor din agentiile publice locale.
e Ipoteza 4. Semnificatia dorintelor si implinirea lor este o componenta criticd a angajarii
lucratorilor.
e |poteza 5. Promovarea la locul de muncd ajutad la respectarea de sine a majoritatii
lucratorilor din sectorul public.
e |poteza 6. Managerii vor deveni mai eficienti daca au control si influenta asupra tacticilor
de stimulare a resurselor umane.
TM3. Leaderschipul sectorului public.
e Ipoteza 7. Managerii institutiilor publice locale sunt interesati sa afle despre cerintele
lucratorilor lor.
e Ipoteza 8. Dezvoltarea leadership-ului este o prioritate in entitdtile guvernamentale
locale.
e Ipoteza 9. Managerul institutiilor publice, prin stilul sau de conducere, pune un accent

excesiv si favorizeaza comunicarea interna.

STRUCTURA TEZEI DE DOCTORAT

Lucrarea stiintificd ,,Strategii de perfectionare a managementului resurselor umane in
cadrul administratiei publice locale” este structurata astfel:

Capitolul 1: Stadiul cunoasterii in domeniu;

Capitolul 2: Particularitati privind managementul functiei publice in administratia publica

din Romania;
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Capitolul 3: Cadrul conceptual, epistemologic si metodologic al demersului stiintific;

Capitolul 4: Studiu empiric privind imbunatatirea managementului resurselor umane in
organizatiile publice din Romania;

Capitolul 5: Modelul ,,M0SaPe” — abordare strategica in managementul resurselor umane

din rganizatiile publice.

Teza de doctorat are o structura logica, incepand cu o introducere in care este prezentata
necesitatea si actualitatea temei de cercetare, se continud cu cinci capitole si se incheie cu
concluzii finale, contributii personale, directii viitoare de actiune si limite ale cercetéri.

Capitolul 1 cu titlul STADIUL CUNOASTERII IN DOMENIU incepe cu prezentarea
evolutiel managementului resurselor umane, respectiv a sistemului de management al resurselor
umane, dupd care se definesc politicile de management al resurselor umane, bazd pentru un
management performant precum si natura activitatilor specifice managementului resurselor
umane, cu referire la institutiile publice. Capitolul se incheie cu prezentarea managementului
strategic al resurselor umane in institutiile publice, respectiv managementul carierei in institutiile
publice

Capitolul 2 cu titlul PARTICULARITATI PRIVIND MANAGEMENTUL FUNCTIEI
PUBLICE IN ADMINISTRATIA PUBLICA DIN ROMANIA, este axat pe administratia
publica iar primul aspect analizat a fost cel al functiei si functionarului public, prezentandu-se
elementele generale, cadrul legal de reglementarea a statutului functionarilor publici si notiunea
de functie publica si functionar public. in continuarea capitolul sunt prezentate trasaturile functiei
publice, principiile care stau la baza exercitdrii functiei publice si criteriile de clasificarea a
functiilor publice si a categoriilor de functionari publici. Capitolul se incheie cu descrierea
managementului functiilor publice si al functionarilor publici, respectiv conditiile pentru
ocuparea unei functii publice, evidenta functiilor publice, cariera si recrutarea functionarilor
publici.

Capitolul 3 are titlul CADRUL CONCEPTUAL, EPISTEMOLOGIC SI
METODOLOGIC si incepe cu descrierea cadrul conceptul, respectiv prezentarea aspectelor care
sunt si principalele teme majore ale cercetarii: relatiile publice in administratia publica (Tema
majord 1), motivarea managementului resurselor umane (Tema majora 2), si leadership-ul n
institutiile publice (Tema majora 3). In continuarea capitolului este analizat cadrul epistemologic,

pentru ca in final sa fie prezentatda modalitatea in care cercetare empirica se va realiza, respectiv
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datele generale, temele majore ale cercetarii, obiectivul general si obiectivele specifice, precum si
ipotezele cercetarii. Capitolul se incheie cu prezentarea programului informatic care a stat la baza
prelucrarilor statistice ale rezultatelor obtinute prin centralizarea raspunsurilor primite la
chestionarul intocmit cu ocazia prezentului demers stiintific.

Capitolul 4 are titlul STUDIU EMPIRIC PRIVIND IMBUNATATIREA
MANAGEMENTULUI RESURSELOR UMANE IN ORGANIZATIILE PUBLICE DIN
ROMANIA si prezinti, in detaliu, pentru fiecare tema majora a cercetirii, rezultatele obtinute in
urma prelucrdrilor statistice folosind programul SPSS (Statistical Package for the Social
Sciences), versiunea 25. Fiecare intrebare analizatda a fost descrisa prin folosirea tabelelor de
frecventd si a graficelor de analiza, pentru celor doud categorii de respondenti: manageri si
personal operativ. De asemenea, pentru fiecare tema majora, respectiv Relatiile publice in cadrul
institutiilor publice locale, Motivarea salariatilor in cadrul institutiilor publice locale,
Leadership-ul in institutiile publice au fost prezentate concluziile intermediare ale cercetarii.

Capitolul 5 cu titlul MODELUL ,MOSAPE” — ABORDARE STRATEGICA TN
MANAGEMENTUL RESURSELOR UMANE DIN ORGANIZATIILE PUBLICE incepe cu
prezentarea modalitatilor de evaluare a evaluarea performantelor angajatilor din institutiile
publice din Romania, respectiv a sistemului de recompense si salarizarea a angajatilor din
institutiile publice. in ceea ce priveste performanta Tn administratia publicd din Romania au fost
adus in discutie abordarile privind conceptul de performantd si masurarea performantei in
institutiile publice din Roméania si care sunt dificultatile si alternativele acestei activitati.
Capitolul se incheie cu descrierea unui model, respectiv Modelul MoSaPe - Motivatie, Satisfactie
si Performanta in Institutiile Publice.

Teza de doctorat se incheie cu partea de concluzii finale, contributii personale, directii
viitoare de cercetare si limitele cercetarii, resursele bibliografice, iar in anexa sunt prezentate cele

trei chestionare dedicate celor trei teme majore ale prezentului demers stiintific.

CONCLUZII GENERALE

Demersul stiintific propus reprezintd o abordare globald care poate fi folositd de orice
institutie publica din tara noastrd care doreste sd-si imbundtiteasca performanta si s schimbe in
bine perceptiile publice. Resursele esentiale ale oricarei organizatii trebuie evaluate si importanta

lor trebuie subliniata.
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Utilizarea tuturor resurselor disponibile ale unei organizatii la un anumit moment in timp
este necesara pentru a obtine rezultate de o anumitd calitate cu impact asupra activitatii
economice si sociale. Din punctul nostru de vedere, oamenii sunt cel mai important factor si
calitatea indivizilor este cea care influenteazd cel mai mult rezultatul actiunilor efectuate.
Functiile de management sunt realizate prin interactiunea cu intre oameni.De aceea, succesul sau
esecul acestuia este un important factor in determinarea rezultatului activitatilor de management

Pentru a indeplini cu succes sarcinile atribuite, angajatii trebuie sd utilizeze eficient
resursa umana fiind cea mai importantd. Aceasta presupune resursele disponibile de care dispune
organizatia, angajarea de personal si selectia, repartizarea rationala a posturilor si motivatia
continud pentru realizarea aspiratiilor si integrarea in obiectivele generale ale organizatiei Fara o
motivatie puternicd, pare inevitabil ca oportunitdtile de a-si demonstra pe deplin capacitatea de
munca vor scadea.

Institutiile publice sunt incadrate cu persoane cu personalitate proprie, nevoi,
comportamente si viziuni specifice. Deoarece acesti oameni au propriile lor personalititi, nevoi
specifice, comportamente si puncte de vedere de relatiile interpersonale care se formeaza intre ei
au propriul lor sens si sunt unice Formarea de relatii interpersonale bazate pe respect si
intelegere reciprocd, precum si o atmosferd in cadrul unei echipe de lucru care favorizeaza
colaborarea si schimbul de idei, are un impact direct asupra volumului de munca productiva care
poate fi realizata.

Unul dintre cei mai importanti factori determinanti ai securitatii in muncd, ai starii de
sandatate si integrarii profesionale a lucratorilor in institutiile publice este mentinerea si
dezvoltarea continud a mediului de munca.

Cunostintele liderilor unei organizatii despre oameni, preocupdrile, abilitatile, aspiratiile si
interesele acestora contribuie la asigurarea unei atmosfere pozitive. Ea permite distribuirea
rationald a muncii, selectarea celor mai adecvati manageri si stabilirea unui cadru de compensare
si promovare, toate acestea contribuind la gradul de succes colectiv al lucratorilor, multumiti de
munca lor.

In opinia noastri, toate institutiile publice prezinti conditii care pot genera unor fenomene
nefavorabile in relatille umane, in special cele existente Tintre factorii de decizie.
Responsabilitatea managerilor care trebuie sd fie constienti de natura si cauzele acestor situatii

conflictuale este, gasirea de modalitati de a le rezolva la timp dar mai ales sa le previna.
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Pe baza sondajului realizat ca parte componenta a cercetarii noastre, urmatorii factori au
fost identificati ca potentiali factori ai unor astfel de conflicte:

* Nemultumirea vizibild, o stare interpersonald manifestatd prin nemultumirea fatd de
rolul pe care fiecare angajat 1l joaca la locul de munca in raport cu succesul personal;

* Nemultumiri personale si sentimente de frustrare, datorate personalitatii proprii a
angajatului. Ambele duc inevitabil la indiferentd fatd de performanta la locul de munca,
absenteism etc. Credem ca acesti factori intrd in joc atunci cand existd sinergie a intereselor
partilor implicate;

 Existenta unor structuri inadecvate la nivel organizational provoaca conflicte intre
diferitele departamente de munca, neintelegeri cu privire la atributii si probleme de comunicare.

Liderii institutionali trebuie sa adopte strategii si tactici de prevenire a conflictelor pentru
a exista sau rezolva situatiile conflictuale si tensiunile prin dezbateri deschise si corecte, bazate
pe realitatile actuale. Acest lucru se aplicd indiferent de cauza care a dus la generarea
conflictului;

Speranta de viatd a oamenilor este determinata de politicile salariale promovate si de
investitiile Tn oameni. Aceasta inseamna ca longevitatea umana si capacitatea de a trdi in pace se
numdra printre caracteristicile esentiale ale dezvoltarii umane Cea mai eficientd modalitate de
participare este accesul la locuri de munca si recompense, iar obiectivele principale ale Strategiei
de Dezvoltare Umand sunt crearea de noi locuri de munca, imbunatétirea conditiilor de munca
existente si extinderea conceptului de capital dincolo de cel fizic, punind accent pe capitalul
uman considerat resursd fundamentald a oricarei organizatii. Cu alte cuvinte, cea mai eficienta
forma de participare este accesul la locuri de munca si salarii astfel:

0 crearea unui model de dezvoltare durabila care pune nevoile oamenilor pe primul
loc care, evitd excluderea indivizilor sau a grupurilor de indivizi si pune bazele unui sistem care
sa permita investitii in potentialul oamenilor;

0 construirea de parteneriate cu statul pe de o parte si piata pe de altd parte. Credem
ca oamenii ar trebui sa fie scopul, esenta si rezultatul final. a progresului social;

0 crearea si extinderea noilor concepte de sigurantd axate pe siguranta personala si
protectia oferita de progresia civilizatiei umane. Aceastd securitate poate fi realizatd prin
dezvoltarea securitdtii alimentare, a securitdtii locurilor de munca, a parteneriatelor economice

regionale si a altor initiative similare;
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0 dezvoltarea unor modele de management si pentru a sprijini eforturile individuale
si de grup pentru a creste participarea angajatilor la procesele de luare a deciziilor benefice pentru
orice organizatie;

0 imbunatatirea accesului la valorile culturale si umane, precum si la oportunitatile
de angajare si educatie, astfel incat oamenii sd se poatd bucura de o calitate mai buna a vietii.

Acest lucru se realizeaza printr-o crestere generala a salariilor.

CONTRIBUTII PERSONALE

Prin abordarea acestei teme complexe si actuale, au fost aduse in prim-plan aspecte
esentiale ale administratiei publice si a fost evidentiatd importanta adaptarii strategiilor de
management al resurselor umane Tn sectorul public. Contributiile personale la elaborarea
cercetarii stiintifice, sunt prezentate astfel:

Contributii cu caracter de sinteza.

- examinarea nivelului actual de cunostinte in managementul resurselor umane;

- abordarea interdisciplinara a demersului stiintific dintr-o perspectiva multipla,
sociologica, psihologica, statistica, etc.;

- structurarea metodologiei de cercetare pentru realizarea obiectivelor demersului stiintific;

- prezentarea conceptelor pentru realizarea demersului stiintific;

- din punct de vedere al indeplinirii scopului principal al tezei, logica si organizarea
demersului stiintific progreseaza de la simplu la complex, general la particular.
Contributii cu caracter experimental si teoretic.

- studiu exploratoriu al sistemului de management al resurselor umane si al domeniilor
conexe acestuia;

- analiza politicilor de management al resurselor umane ca fundament pentru
managementul de inaltd performanta;

- abordarea teoretica a statutului personalului public roman;

- crearea unui instrument de cercetare sub forma unui chestionar de masurare a perceptiei
generate de modul in care departamentul de resurse umane actioneaza;

- abordarea leadership-ului in organizatiile publice;

- realizarea unui studiu empiric privind imbunatatirea managementului resurselor umane in
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organizatiile publice din Romania;

- evaluarea performantei angajatilor in entitatile publice roméanesti;

s do . _al_

LIMITELE DEMERSULUI STIINTIFIC

- realizag—-=

In realizarea tezei de doctorat cu titlul ,,Strategii de perfectionare a managementului resurselor
umane in cadrul administratiei publice locale", au existat si anumite limite care trebuie
mentionate:

- limitarea, din motive metodologice, a dimensiuni esantionului la 20 de anchete pentru
fiecare institutie publicd; reducerea capacitatii de a interactiona direct cu respondentii din
cauza infectiei cu SARS-CoV-2, ceea ce a necesitat completarea chestionarelor on-line;

- refuzul anumitor respondenti de a se angaja in completarea chestionarului trimis prin e-mail
din motive legate de politica institutiei;

- caracterul static al studiului efectuat, timpul analizei fiind timpul in care a fost efectuata

cercetarea.

DIRECTII VIITOARE DE CERCETARE

In urma realizarii tezei de doctorat cu titlul ,,Strategii de perfectionare a managementului

resurselor umane n cadrul administratiei publice locale ", s-au deschis numeroase oportunitati
pentru cercetari viitoare in acest domeniu. latd cateva cai posibile de cercetare care pot extinde si
aprofunda cunostintele existente:
- reconsiderarea managementului resurselor umane in lumina realitatilor impuse de
epidemia virala SARS-CoV-2;
- extinderea cercetarii empirice la un nivel mai mare de personal din sectorul public, la
nivel de tard;
- evaluarea instrumentelor utilizate la avansarea profesionald a angajatilor guvernamentali.

Identificarea indicatorilor care permit monitorizarea si masurarea satisfactiei In munca a

functionarilor publici.
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IMPORTANCE, TIMELINESS, NECESSITY,
OPPORTUNITY AND USEFULNESS OF THE
TOPIC

In a continuously changing socio-economic context, the orientation of individuals toward stable
and relevant professional fields is no longer merely a personal choice, but a social necessity. This
conscious choice involves building a career, especially in fields that involve direct contact with
citizens' interests, such as local public administration. Career thus becomes a fundamental
dimension of personal and professional development, integrated into a broader process of
continuous adaptation and improvement.

Human resources management (HRM) represents an essential pillar in the proper functioning of
local public administration. It addresses not only the recruitment and selection of personnel, but
also the development of competencies, motivation, retention, and evaluation of employees with
the aim of increasing institutional performance. Since public administration has the role of
responding promptly and efficiently to community needs, the improvement of HRM strategies

becomes a priority in strengthening the quality of public services.
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Economic crises, legislative changes, and new citizen demands have led local administrations to
rethink their human resources policies. Furthermore, technological progress necessitates the
adoption of new forms of work organization and the digitalization of administrative processes.
These changes require the development of flexible, proactive HRM strategies anchored in local
realities.

Thus, in local public administration, HRM must be viewed not merely as a technical function,
but as a strategic instrument with direct impact on the quality of administrative action and on
beneficiary satisfaction. Effective improvement strategies in this field must include continuous
staff training, periodic performance evaluation, transformational leadership, and the use of
modern HR analytics tools. Through these means, local administration can strengthen its
response capacity, attract and retain valuable professionals, and actively contribute to community
development.

The necessity of addressing the topic “Strategies for Improving Human Resources
Management in Local Public Administration" derives from the essential role that human
resources play in ensuring the efficiency, transparency, and quality of administrative action. In a
context marked by legislative changes, accelerated digitalization, and increased citizen
expectations, local public administration faces increasingly complex challenges that demand
continuous adaptation and modernization of personnel policies.

The quality of public services depends directly on the competencies, motivation, and
professionalism of employees. Thus, it is imperative that local authorities develop coherent and
sustainable strategies for attracting, training, evaluating, and retaining personnel. The topic is all
the more timely as public administration reform presupposes a clear orientation toward
performance, accountability, and adaptability.

The study of this topic allows for the identification of the most effective practices in human
resources management, offering applicable solutions for strengthening institutional capacity at
the local level. Therefore, the proposed research responds to a real and urgent need for
modernization of local public administration in Romania.

Usefulness of the topic "Strategies for Improving Human Resources Management in Local
Public Administration™ presents significant theoretical and practical utility, both for the academic
environment and for decision-makers in public administration. In a society undergoing
continuous modernization, human resources represent the most valuable capital of public
institutions, and their performance depends directly on how they are managed, motivated, and

developed.
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On the theoretical level, the research contributes to the conceptual and methodological
foundation of human resources management in public administration, offering a critical analysis
of current strategies and proposing intervention models adapted to local realities. The work
makes an important contribution to specialized literature by integrating modern perspectives
such as transformational leadership, digital competencies, institutional branding, and the use of
data analysis (HR analytics) in decision-making processes.

The practical utility of the topic is given by the possibility of applying the conclusions and
recommendations resulting from current activities of local authorities. The formulated proposals
can support the development of efficient personnel policies adapted to the Romanian
administrative context and can contribute to improving the quality of services offered to citizens.
Additionally, the topic provides a framework for reflection on the strategic role of human
resources in achieving institutional objectives and in consolidating a professional, efficient, and
responsible local administration.

In a period emphasizing public accountability, innovation, and adaptability, the utility of the
research is indisputable. It supports not only institutional performance, but also citizens' trust in
the capacity of public administration to respond to community needs in a professional and
transparent manner.

The opportunity of the topic "Strategies for Improving Human Resources Management in
Local Public Administration™ is evident in the current context of public administration reform in
Romania. The need to modernize public institutions, increase the quality of services offered to
citizens, and adapt to new legislative and technological requirements necessitate the continuous
review and improvement of human resources policies.

Furthermore, challenges generated by the lack of qualified personnel, employee turnover, and
declining attractiveness of careers in the public sector make the development of effective human
resource management strategies a priority. The topic responds to these pressing needs, offering a
framework for analysis and intervention adapted to local realities, with direct impact on

institutional performance and citizen satisfaction levels.

GENERAL OBJECTIVE AND SPECIFIC
OBJECTIVES

The primary purpose of this study is to achieve a key objective, which is to examine the behavior
of workers in the public system and public institution management regarding interactions with

clients, workplace motivation of civil servants, and the leadership tactics employed.
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The general objective of the doctoral thesis aimed to analyze and develop efficient strategies for
improving human resources management in local public administration, through investigation of
the relationship between employee motivation, leadership quality, and the importance of public
relations in increasing institutional performance and satisfaction of public service beneficiaries.
From this general objective, specific objectives are derived for each major theme, as follows:

e Specific Objectives:
Major Theme 1: Public Relations in Governmental Institutions

o ldentifying ways in which public relations could help management anticipate
change and use it appropriately when it occurs.

o Identifying factors that may impact the communication process of civil servants in
their interactions with people, institutional administration, colleagues, and the
media.

o Increasing the effectiveness of public relations to ensure proper functioning of a
public institution within the social context.

Major Theme 2: Increasing Personnel Motivation in Local Public Administration Entities

o Strengthening administrative competence requires the development of human
resources.

o Investigating the relationship between motivation and satisfaction of government
workers in public organizations.

o Stimulating the motivation of government workers to engage in achieving

established objectives and intensifying their involvement in attaining them.

Major Theme 3: Public Sector Leadership
o Developing the competencies and abilities of civil servants in public
administration in the field of public service management.
o Strengthening personnel competencies to improve performance in fulfilling
responsibilities.
o Increasing public knowledge regarding the types of training and professional

education available to employees in public administration.

WORKING HYPOTHESES

The doctoral thesis is based on a principal hypothesis which, in turn, is founded on secondary

hypotheses. The purpose of the research hypotheses is to identify favorable solutions for the
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issues outlined in the general objective. At the same time, it will help validate the derived
hypotheses.
For the scientific endeavor, the central hypothesis was established as the idea that there are
constant concerns for improving human resources management in public entities. Starting
from the principal hypothesis, the following derived (secondary) hypotheses were identified:
e WORKING HYPOTHESES:
MT1. Public Relations in Governmental Organizations
e Hypothesis 1. The primary function of public relations is to promote a sense of mutual
respect between local government agencies and their constituents.
e Hypothesis 2. Communication management is a priority for employees of local public
entities.
e Hypothesis 3. Effective management can contribute to strengthening the institution's
image.
MT2. Motivation of Employees in Local Public Agencies
e Hypothesis 4. The significance of desires and their fulfillment is a critical component of
worker engagement.
e Hypothesis 5. Workplace promotion helps improve self-esteem for the majority of public
sector workers.
e Hypothesis 6. Managers will become more effective if they have control and influence
over human resources stimulation tactics.
MT3. Public Sector Leadership
e Hypothesis 7. Managers of local public institutions are interested in learning about their
workers' requirements.
e Hypothesis 8. Leadership development is a priority in local governmental entities.
e Hypothesis 9. The manager of public institutions, through their leadership style, places

excessive emphasis on and favors internal communication.

STRUCTURE OF THE DOCTORAL THESIS

The scientific work "Strategies for Improving Human Resources Management in Local Public
Administration" is structured as follows:

Chapter 1: State of Knowledge in the Field

Chapter 2: Particularities Regarding Public Service Management in Public Administration in

Romania
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Chapter 3: Conceptual, Epistemological and Methodological Framework of the Scientific
Endeavor

Chapter 4: Empirical Study on Improving Human Resources Management in Public
Organizations in Romania

Chapter 5: The "MoSaPe" Model — Strategic Approach in Human Resources Management in
Public Organizations

The doctoral thesis has a logical structure, beginning with an introduction presenting the
necessity and timeliness of the research topic, continuing with five chapters, and concluding with
final conclusions, personal contributions, future directions for action, and research limitations.
Chapter 1, titled STATE OF KNOWLEDGE IN THE FIELD, begins with a presentation of the
evolution of human resources management and the human resources management system, after
which human resources management policies are defined as the basis for performance
management, as well as the nature of activities specific to human resources management, with
reference to public institutions. The chapter concludes with a presentation of strategic human
resources management in public institutions and career management in public institutions.
Chapter 2, titled PARTICULARITIES REGARDING PUBLIC SERVICE MANAGEMENT
IN PUBLIC ADMINISTRATION IN ROMANIA, focuses on public administration, with the
first analyzed aspect being that of the public function and civil servant, presenting general
elements, the legal framework regulating the status of civil servants, and the notion of public
function and civil servant. The chapter continues with a presentation of the characteristics of
public service, the principles underlying the exercise of public service, and the criteria for
classifying public functions and categories of civil servants. The chapter concludes with a
description of the management of public functions and civil servants, including conditions for
occupying a public function, records of public functions, and career and recruitment of civil
servants.

Chapter 3 is titled CONCEPTUAL, EPISTEMOLOGICAL AND METHODOLOGICAL
FRAMEWORK and begins with a description of the conceptual framework, namely the
presentation of aspects that are also the major themes of the research: public relations in public
administration (Major Theme 1), motivation in human resources management (Major Theme 2),
and leadership in public institutions (Major Theme 3). The chapter continues with an analysis of
the epistemological framework, and finally presents the manner in which empirical research will
be conducted, including general data, major research themes, general objective and specific
objectives, as well as research hypotheses. The chapter concludes with a presentation of the

software program that formed the basis for statistical processing of results obtained through
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centralization of responses received from the questionnaire prepared for the present scientific
endeavor.

Chapter 4 is titled EMPIRICAL STUDY ON IMPROVING HUMAN RESOURCES
MANAGEMENT IN PUBLIC ORGANIZATIONS IN ROMANIA and presents, in detail, for
each major research theme, the results obtained following statistical processing using SPSS
(Statistical Package for the Social Sciences), version 25. Each analyzed question was described
using frequency tables and analysis graphs for the two categories of respondents: managers and
operational personnel. Additionally, for each major theme—Public Relations in Local Public
Institutions, Employee Motivation in Local Public Institutions, and Leadership in Public
Institutions—intermediate research conclusions were presented.

Chapter 5, titled THE "MOSAPE" MODEL - STRATEGIC APPROACH IN HUMAN
RESOURCES MANAGEMENT IN PUBLIC ORGANIZATIONS, begins with a presentation
of methods for evaluating employee performance in public institutions in Romania, including the
reward system and compensation of employees in public institutions. Regarding performance in
public administration in Romania, approaches to the concept of performance and performance
measurement in public institutions in Romania are discussed, as well as the difficulties and
alternatives of this activity. The chapter concludes with a description of a model, namely the
MoSaPe Model - Motivation, Satisfaction and Performance in Public Institutions.

The doctoral thesis concludes with final conclusions, personal contributions, future research
directions and research limitations, bibliographic resources, and in the appendix, the three

questionnaires dedicated to the three major themes of this scientific endeavor are presented.

GENERAL CONCLUSIONS

The proposed scientific endeavor represents a comprehensive approach that can be used by any
public institution in our country that wishes to improve its performance and positively change
public perceptions. The essential resources of any organization must be evaluated and their
importance must be emphasized.

The utilization of all available resources of an organization at a given moment in time is
necessary to obtain results of a certain quality with an impact on economic and social activities.
From our perspective, people are the most important factor, and the quality of individuals is what
most influences the outcome of actions performed. Management functions are accomplished
through interaction among people. Therefore, its success or failure is an important factor in

determining the outcome of management activities.
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To successfully fulfill assigned tasks, employees must efficiently utilize human resources, as
they are the most important. This involves the available resources that the organization
possesses, personnel hiring and selection, rational distribution of positions, and continuous
motivation for achieving aspirations and integration into the organization's general objectives.
Without strong motivation, it seems inevitable that opportunities to fully demonstrate work
capacity will decrease.
Public institutions are staffed with people who have their own personalities, needs, behaviors,
and specific visions. Because these people have their own personalities, specific needs,
behaviors, and viewpoints, the interpersonal relationships that form among them have their own
meaning and are unique. Forming interpersonal relationships based on mutual respect and
understanding, as well as an atmosphere within a work team that favors collaboration and
exchange of ideas, has a direct impact on the volume of productive work that can be
accomplished.
One of the most important determinants of job security, health status, and professional
integration of workers in public institutions is the continuous maintenance and development of
the work environment.
Leaders’ knowledge of an organization's people—their concerns, abilities, aspirations, and
interests—contributes to ensuring a positive atmosphere. It allows for rational distribution of
work, selection of the most appropriate managers, and establishment of a compensation and
promotion framework, all of which contribute to the degree of collective success of workers who
are satisfied with their work.
In our opinion, all public institutions present conditions that can generate unfavorable
phenomena in human relations, especially those existing among decision-makers. The
responsibility of managers who must be aware of the nature and causes of these conflict
situations is to find ways to resolve them in a timely manner, but especially to prevent them.
Based on the survey conducted as a component of our research, the following factors were
identified as potential causes of such conflicts:
e Visible dissatisfaction, an interpersonal state manifested through dissatisfaction with the
role each employee plays at work in relation to personal success;
e Personal dissatisfaction and feelings of frustration, due to the employee's own
personality. Both inevitably lead to indifference toward workplace performance,
absenteeism, etc. We believe these factors come into play when there is synergy of

interests among the parties involved;
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e The existence of inadequate organizational structures causes conflicts between
different work departments, misunderstandings regarding attributions, and
communication problems.

Institutional leaders must adopt conflict prevention strategies and tactics to prevent or resolve
conflict situations and tensions through open and fair debates based on current realities. This
applies regardless of the cause that led to the generation of the conflict.

People's life expectancy is determined by the salary policies promoted and investments in
people. This means that human longevity and the capacity to live in peace are among the
essential characteristics of human development. The most effective form of participation is
access to jobs and rewards, and the main objectives of the Human Development Strategy are
creating new jobs, improving existing working conditions, and expanding the concept of capital
beyond physical capital, emphasizing human capital considered a fundamental resource of any
organization. In other words, the most effective form of participation is access to jobs and
salaries, as follows:

e Creating a sustainable development model that puts people's needs first, avoids exclusion
of individuals or groups of individuals, and lays the foundation for a system that allows
investment in people's potential;

e Building partnerships with the state on one hand and the market on the other. We believe
that people should be the purpose, essence, and final result of social progress;

e Creating and expanding new safety concepts focused on personal security and the
protection offered by the progression of human civilization. This security can be achieved
through the development of food security, job security, regional economic partnerships,
and other similar initiatives;

e Developing management models to support individual and group efforts to increase
employee participation in decision-making processes beneficial to any organization;

o |

e mproving access to cultural and human values, as well as employment and education
opportunities, so that people can enjoy a better quality of life. This is achieved through a

general increase in salaries.

PERSONAL CONTRIBUTIONS

By addressing this complex and current topic, essential aspects of public administration have

been brought to the forefront, and the importance of adapting human resources management
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strategies in the public sector has been highlighted. Personal contributions to the development of

the scientific research are presented as follows:

Synthesis Contributions

Examination of the current level of knowledge in human resources management;
Interdisciplinary approach to the scientific endeavor from multiple perspectives—
sociological, psychological, statistical, etc.;

Structuring the research methodology to achieve the objectives of the scientific endeavor;
Presentation of concepts for conducting the scientific endeavor;

From the perspective of fulfilling the main purpose of the thesis, the logic and
organization of the scientific endeavor progress from simple to complex, general to

particular.

Experimental and Theoretical Contributions

Exploratory study of the human resources management system and its related domains;
Analysis of human resources management policies as a foundation for high-performance
management;

Theoretical approach to the status of Romanian public personnel;

Creation of a research instrument in the form of a questionnaire to measure the
perception generated by the way the human resources department operates;

Approach to leadership in public organizations;

Conducting an empirical study on improving human resources management in public
organizations in Romania;

Evaluation of employee performance in Romanian public entities;

Development of a guide to best practices.

LIMITATIONS OF THE SCIENTIFIC APPROACH

In conducting the doctoral thesis titled "Strategies for Improving Human Resources Management

in Local Public Administration," certain limitations existed that must be mentioned:

Limitation, for methodological reasons, of the sample size to 20 surveys for each public
institution; reduction in the ability to interact directly with respondents due to SARS-
CoV-2 infection, which necessitated online questionnaire completion;

Refusal of certain respondents to engage in completing the questionnaire sent via email

for reasons related to institutional policy;
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e The static nature of the study conducted, with the time of analysis being the time when

the research was performed.

FUTURE RESEARCH DIRECTIONS

Following the completion of the doctoral thesis titled "Strategies for Improving Human

Resources Management in Local Public Administration,” numerous opportunities have opened

up for future research in this field. Here are several possible research paths that can extend and

deepen existing knowledge:

1)

2)
3)

4)
5)

6)

7)

Reconsidering human resources management in light of the realities imposed by the
SARS-CoV-2 viral epidemic;

Extending empirical research to a larger level of public sector personnel at the country
level;

Evaluating the tools used for professional advancement of government employees.
Identifying indicators that allow monitoring and measuring job satisfaction of civil

servants.
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